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losses in order to effectively control: the overall force 
size, promotion rates, augmentation and recruiting needs. 
Officer losses are influenced by a variety of behavioral and 
economic factors. This research identified the overall 
civilian unemployment rate as the major economic factor 
affecting Air Force officer losses. 

However, including the unemployment rate with the "in 
system" data (the number of separation/retirement 
applications already accepted) failed to increase the 
accuracy of the model currently used by the Air Force. 

Recommendations are to further explore the cause of the 
serial correlation found in the time series data and to 
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I. INTRODUCTION 



A. BACKGROUND 

To effectively manage policies related to accession, 
promotion, and other issues within the officer corps, Air 
Force planners require a high degree of accuracy in 
predicting officer losses. Internal personnel flows, such 
as transfers and promotions, are greatly influenced by 
external personnel flows, such as retirement and 
separations. Vacancies created by the external flows need 
to be filled by personnel from within the system, through 
promotion, or by the recruitment of personnel from outside 
the system. Great care needs to be given to accession and 
promotion policies. These two policies are the Air Forces' 
most effective personnel management tools. 

Accession and promotion policies are subject to change 
depending upon the overall manning structure authorization. 
The manning structure is affected by three main factors: 
officer losses, changes in Congressional authorization, and 
the federal budget. The latter two factors. Congressional 
authorization and the federal budget, determine Air Force 
policy. Officer losses however, are affected by Air Force 
policy. 

Obtaining Air Force officers at the entry level can take 
several years of lead time. The Air Force Academy, for 
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instance, requires a minimum of 4 years lead time, Air Force 
Reserve Officer Training Corps (AFROTC) a minimum of 2 years 
and Officer Training School (OTS) a minimum of 6 months. 

Insufficient lead time can result in reacting too late 
to crises. Crisis reactive personnel policies may result in 
morale problems among the officer corps. These problems can 
lead to excessive losses or even abnormally high retention, 
both of which can have adverse effects on long term manpower 
planning. However, pro-active personnel policies lead to 
effective and efficient personnel management. With the 
proper personnel policies, perhaps the military could 
eliminate the need for such personnel actions as Reductions 
in Force (RIF) , which are caused by unforeseen manning 
overages . 

The ability to accurately project officer attrition, in 
advance, provides Air Force leadership the information and 
sufficient lead time necessary to compensate for these 
losses and provide for a stable officer corps. 

B. OBJECTIVES 

The purpose of this thesis was to develop a model 
capable of accurately predicting Air Force Officer losses. 

To accomplish this, historical retirement and separations 
data needed to be analyzed. This was done to identify and 
analyze any trends and patterns that may exist in the data. 

In addition to the separation and retirement trend data, 
an economic indicator that patterned the attrition rate was 
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sought. There is a definite and clear negative relationship 
between officer losses and the state of the U.S. economy. 

The best economic predictor of officer losses appears to be 
the overall unemployment rate. As the national unemployment 
rate increases, the number of officers leaving the Air Force 
decreases. Correspondingly, when the unemployment rate 
decreases. Air Force officers are more willing to leave, due 
to the increased availability of good civilian jobs. 

Succinctly put, I hoped to have developed a model, using 
linear regression analysis, that will accurately and in a 
timely manner project the number of Air Force Officers 
leaving the Air Force, within the current fiscal year. 

C. RESEARCH QUESTIONS 

Can future Air Force Officer losses be accurately 
projected by using historical data? Furthermore, how does 
the current state of the economy, as measured by the 
unemployment rate, affect the decisions of individuals to 
separate from the U.S. Air Force Officer Corps? 

D. LIMITATIONS, SCOPE AND ASSUMPTIONS OF RESEARCH 

1 . Limitations 

Present Air Force policy requires officers to give a 
minimum of 180 days notice prior to separation or 
retirement. However, recent officer reductions mandated by 
the Gramm-Rudman Bill have caused liberal granting of 
waivers, allowing personnel to attrite with less than the 
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required 6 months notice. This may have affected the last 
few monthly observations in the data set. For this reason, 
careful analysis and consideration will be given to the time 
period from March to June 1987. 

The data set for this project contains separate 
files of different categories of officers. When the task of 
recording the separation and retirement actions began, the 
starting times were different for each file. As a result, 
the files were different lengths. Therefore, the historical 
data base for this analysis required alteration. A complete 
data set was available and used for the period from March 
1982 through May 1987. 

Regression analysis will be used to identify a 
national economic indicator(s) that exhibits trends similar 
to that of Air Force Officer attrition. Monthly economic 
data is readily available in the monthly issues of the U.S. 
Government publication Economic Indicators . 

Both sets of variables, historical and economic, 
will be incorporated into one model, enabling the Air Force 
to project officer losses based on historical trends and on 
current economic conditions. 

2 . Scope 

This model is intended to accurately project, by 
month, the total number of officer personnel leaving the Air 
Force, before the end of the fiscal year. This projection 
model will not attempt to identify or to use behavioral 
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traits or other similar types of explanatory variables. 

This thesis focuses on the trends of historical attrition 
and economic conditions. The data will be used to support a 
model that projects Air Force officer losses from 1 to 12 
months in advance, focusing on the 6 to 12 month 
projections. These projections will be done for the Non- 
Rated Line (NRL) category of Air Force officers eligible for 
separation and/or retirement, regardless of their job 
specialty. Air Force Specialty Code (AFSC) , within the Air 
Force. 

The NRL category is the largest and most homogeneous 
group of officers in the Air Force. This group is comprised 
of all Air Force Officers excluding Rated Officers; pilots, 
navigators, and strategic missile launch control officers. 

In my opinion, the motives for rated officers exiting the 
military are different than the NRL officers. Rated 
officers respond more to the actions of the airline 
industry. If the airline industry is in a period of growth, 
rated officers will exit the military. The periods of 
growth or decline in the airline industry are not 
necessarily the same for the economy as a whole. For this 
reason, Rated Officers are excluded from this study. 

3 . Assumptions 

This model is only one of many the Air Force uses to 
forecast personnel end strengths and the effects of policy 
changes on Air Force military manpower. One similar model 
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